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The purpose of this two-year study was to develop and test a
method for assessing the soclal climate of military training companies
and determine the relaéionship between enlistment men's perceptions
of theif'company environments, feelings of stress, and performance.

A total of 32 training companies at Fort Ord, California was
given the Military Company Environment Index (MCEI) over a two-year
period. This index assessed subjects' perception of their company
environment on 13 scales given such labels as Spontaneity, Support,
Practicality, Affiliation, Order, etc. In addition, subjects took
the Multiple Affect Adjective Check List which measures subjects'
feelings of Anxiety, Depression, Hostility and Dysphoria. Performance
was measured in terms of number of sick calls, AWOL, Article 15,

PCPT séores, Piring scores, and Graded Test scores.
Results showed that a final factor ;nalyzed version of the MCEI

could be developed whose scales were significantly related to feelings

of stress and also to military performance. The most important
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aspect of the environment associated with stress and performance was
peer support.

Results also showed that BCT units' environments change in
highly unique ways.

The major military implication is that the MCEI can assist

command to assess company environments and develep procedure to

increase company effectiveness.
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RELATIONSHIP OF MILITARY ENVIRONMENTS

TO STRESS AND PERFORMANCE

Harris (aka Stanley R.) Clemes, Ph.D.
Mental Research Institute

1.0 PURPOSE OF REPORT.

This report covers the period from August, 1968 through September,
1970 for Contract # DA £9-193-MD 2637.

The purpose of this research was to develop an instrument to
assess military environments and to determine tﬁe relationship of
miiitary environments to enlisted men's feelings of stress, such as

anzxinty, depression, etc. and their performance.

2,0 SPECIFIC AIMS AND HYPOTHESES.

2.1 Develop a questionnaire which will assess military unit members'

" perception of their social environment. It wes hypothesized that

iters could be written and scales formed which would significantly
differentiate between companies within a particular training type,
such as Basic Combat Training (BCT) companies vs. Advanced Infantry

Training (AIT) companies, as well as differentiate between training

company types.

2.2 Determine the extent to which men's perception of their social
envircnnent 15 related to thelir indications of felt stress, such as
anxiety, depression and hostility. It was nypcthesized that scales

envivonmental index would be significantly related to the en-
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2,3 Study the reiationship between military envirunments and both
global as well as specific performance criteria. Such specific
criteria as AWOL race, Article 15 rate, sick call, firing scores,
physical training scores and graded test scores will be examined,
as well as global ratings obtained from brigade coummanders. It
was hypothesized that both questionnaire items as well as scale
scores would be significantly related and be predictive of out-

come measures.

2.4 Determine to what extent and in what ways the environment of
Basic Combat Training units change over an 8-week cycle. It was
hypothesized that the chhnggs in the military environment over an
8-week cycle would. be sigpificqnt, and that the changes'fpr*any one
company would be sigﬁificantl& different from the changes. in -another
company-~that is, each military company would chadge’in an unique

way.

3.0 BACKGROUND aND PREVICUS RESEARCH.

3.1 Importance of Proiect for Mantal Hygiene Consultation Service:

One of the primary functions of -the mental hygiene consultation
service is to prevent maladaptive behavior. Such consultation can most
effectively be done by focusing on company and brigade policies and
ways of changing the social, physical, and policy environment of the
companies. But before such consultation can be effective, greater
knowledge of company environments and the relationship te stress must

be ascertained. During the first vear
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company environment has been developed. During the second year, the
emphasis will be on understanding the relationship hetween company
environments, men's feelings of stress and various behavior indications
of stress, such as frequency of going on sick call and AWOL.

This investigation is done in close cooperation with LTC William
Datel'’s study of affect changes in basic trairing units- and thus
coordinates and elaborates the research aims of the mental hygiene

consultation service at Fort Ord.

3.2 Previous Investigations and R&D Command Contract:

Preyious studies éonducted under the Surgecn General's R&D
contract, DA 49-193-MD-2637, have in general focused on the social
environments in units, pardﬁularly the type of communication occurring
in those social relationships. Some of the results from the first

year phase of the contract titrled, "The Relationships of Consci-us

' showed

Orientation to Behavior in a Military Trainee Population,’
that company environment:s might be important. At the end of basic
training, the trainees in the experimental sample located in thirteen
companie33 completed an army attitude questionnaire. It was found
that when type of enligtment was controlled, the companies differed
in how-favorably the mein regarded the company, thus suggesting
differences in company environment. Another result showed that
trainee attitude with their cadre was not justvthe result of the

men's own values, but an interaction between the trainee's values and

those of the platoon sergeant (Clemes, 1966¢c). These results suggested
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that a closer examination of the social context of behavior would be
important. Moreover, another study during the same year found that
BCT training cadre, during the time of training suspension, experienced
different types of stress as a function of tws different types of
programs instituted by the brigade to keep the cadre occupied (Cle;es,
1966a) .

It was decided to sfudy more extensively the interpersonal
contacts of the company since several studies (e.g., Blackman, Mendell,
and Goldstein, 1965; French, 1951) suggested that peer relationship
in military companies could both predict as well as cause deviance.

Two aspects of interpersonal relationships were focused upon the

' apd the

extent of self-disclosure communication with."buddies,'
strength and number of cliques in the platoon. Three studies were
conducted during this phase of the contract titled, "Group Cohesive-
ness and Deviance." One of the studies (Clemes, 1966b) showed that
men who had gone AWOL were less open in disclosing themselves to their
army buddies than were controls. Moreover, the AWOL's values differed
from those presumed to be characteristic of the army. The results

from the second study (Clemes and Terrill, 1968), conducted during

this time, further suppertes the importance of self-disclosure ccmmuai~
cation. "Abnormal" marital couples, ;hat is, those in psychiatric
treatment, when interacting together in a game-like situation, gave
less feedback to each other about their feelings than did 'normal

couples, Mereover, the amount of self-disclosure was positively

related to the couple's cooperative behavior in the game. The third
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study (Ciemes, 1970) analyzed the relationship between clique structure

in platoons and the deviant behavior. Evidence was found that being

" a member of the clique, that is, being in a supportive friendship

relationship, is related to reduced use of medical aid. Since the
cliques were based on those men who the subject could tell his problems
to, it would seem that the ability of a man to disclose himself to
friends reduces the stress which would monifest itself in physical
symptoums.

The following year, under the phase of the contract title, "Correlates
to Effective Group Communication,; a laboratory measure of accurate
communication was developed, and results showed that mortar teams,
which have accurate communication in the laboratory, also evidence
high field performance even when intellectual factors are controlled.

Thus,.self-discloéure, particularly to "buddies." and accurate
group communication are related to behavior which has military conse-
quences--AWOL and mortar team performance. It could be that Datel's
rather consistent finding (Datel, et al., 1966) that the stress level
in BCT companies increases until around the third or fourth week and )
then decreases is due to initial lack of supnort of peer relationships
which do not become well formed until the third or fourth week. How~
ever, we need to know more about what other environmental factors
are operating during this third and fourth week that are different
from the first week in order to really unde::.ind why there should be
thase dramatic {ncreases and decreases in a’féct level among the men,

The question arose of how MHCS units ceu1d consult with companies
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to enhance supportive and accurate peer communications and thus re-
duce deviance and increase field performance. It became apparent,
however, that nothing was known about how important communication
factors were relative to the general company environment.. Therefore,
to understand military companies' environments, an indepth study of
the relationship between military environment and occurrence of stress

and deviant behavior must be made.

3.3 Work of Others:

Although psychologists (for example, Murray, 1938) have emphasized
that behavior varies as a function of both the situation and the
individ&al's predispositions, most investigators have neglected the
environment. Personality méasurements have proliferated while
environmental assessmente have been ignored--at least until recently.
For example, Fiedler (1964) indicated that effective leadership is
not so much a “trait"” as it is a function of the group "climate,"
including such aspects as leader-member relaticnships, group task,
and position power.

The emphasic in recent studies has been on how environmental con-
text and‘;ersonality predispositions combine and interact. Rausch,
gg_g;.'(1959, 1960, 1965), in studying hyperaggressive beshavior of
children, found that the interaction be;ween persons and settings
was more predictive of behavior variance than either of the two compo-
nenta considered separately. From another are;, Endler, Hunt and
Rosenstein (1962), and Endler and Hunt (1967) found that persons, set-

tings and person-setting interactions each contributes significantly
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to behavior variance iﬁ both anxiety and hostility.

Moos and Houts (1968) found that physically similar psychiatric
wards with widely discrepant social atmospheres tended to facilitate
different patient adaptive responses. Other studies have conclusiv;ly
shown that the same person behaves differ>utly as the setting changcs
(Barker, 1965; Gump, Schoggen and Redel, 1957; Gump and Friesen,

1965; Sosking and John, 1963; Zinner, 1963).

The most common method for measuring environments has been to
gather "perceptual' data generated by questionhaife responses as to
whether or not a given characteristic was true for a particular orgariza-
tion (e.g., Moos and Houts, 1968; Pace and Starn, 1957; Sells, 1963).

Pace and Stern (1958) idopted Henry Murr.y's concept (Murray, 1958)
that individuals have characteristic needs which the envireniscnt has
potentials for satisfying or frustrating (environmental "press");

they developed a questionnaire, the College Characteristic Index

' (Stern, 1963), which requires students to mark statements about their

own college 1life as being true or not true. The subjects report what

they have observed about their environment, for example, whether or
not it is true that “class discussions are typically vigorous aad in-
tense.”" A particular coliege environment can then be characterized
by those items on which a proportion of students agree. Such scales

have been used to describe differences between colleze envirouments.

4.0 DEVELOPMENT AND PRELIMINARY ASSESSMENT OF THE MILITARY COMPANY
ENVIRONMENT INDEX (MCEI).

4.1 TINTRODUCTION.

The discussion of the research will take place in threc main
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sections: 1) development of preliminary testing of the initial
version of the Military Company Environment Index; 2) testing of the

hypotheses regarding expectations on the preliminary model of the

questionnaire; 3) final refinement of the scale and assessment.

In each section, the procedure, as well as the results, will be

defined.

4.2 PROCEDURE USED IN THE DEVELOPMENT OF THE fRELIHINARX VERSION

OF THE MCEI AND ASSESSMENT QF THE INSTRUMENT.
4.2.,1 Development of Questionnaire Items:

Existing atmosphere questionnaires were examined to determine
their appropriateness for military environmenéa. It was felt that
the Ward Atmosphere Scale developed by Moos and Houts (1968) might
be appropriate when re-worded to fit a military context. The Ward
Atrosphere Scale is designed to measure environmental differences
between psychiatric wards, and consists of 130 items to which the
respondent ‘has to answer "true" or "false" in regard to his own .
ward. The 130 items are dirided into 13 scales of 10 items each,
half of each scale works in a positive and half in a negative directicn.
The 13th scale 1s a "halo"” scale designed to assess the extent to
vhich the subject is attempting to present a very, very positive or
2 very, very negative picture of his environment, to the exteant that
(he may be distorting his presentation. The questionnaire was
developed by Moos and Houts after their perusal of tﬁe 1iterature

and interviewing of staff and patients. The items were designed so
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that 90X significantly discriminated aﬁbng the wards for patients,
and that the overall item split was as close to 50-50 as possible.
The half sub-scale items were selected so that the items would not
discriminate significantly between wards, and they would be accepted
by fewer than 102 of the patients and staff.” Moreover, the scale,

in order to conform to the general format, would have iO items,

five worded in a positively and five worded in an extremely negative-

1y manner.

4.2.1.1 A tesearch'team, after examining the Wa;d Atmosphere Scale,
interviewed cadre, officers, and enlisted men in 6 training units at
Port Ord, California, a military police unit and a transportation
company. The men were asked their perceptions of their company.
From these interviews, it was decided that the items of the Ward
Atmosphere Scale, when rewritten to fit the military context, would

cover the major points made by these men.

4.2.1.2 The 130 items were rewritten to conform to military
environménts, and 6 more items relating to existing scales were
sdded:. 1In addition, 10 new items were constructed to form another

scale called the "stripping scale," which measured the extent to

" which the soldiers feel their individuality is ropressed, and they

cannot freely express their opinfons and ideas.

%.2.1.3 The final MCEI consisted of 146 items which were divided

into 13 scales plus 2 response set 8cales. The response set scales

i
[
ot »nlﬁﬁm;umﬂw

Ooflen AL I EARENA, L A, AU Al bi

eord MO vt & olr

SRR e eV b A

o et

ety B

b bt A o bt N N S bRl RS



12

measured the exteﬁt to which a person had either a very positive
halo-~that is, he sees everything in an exaggerated positive manner--
or a negative halo, which means he sees everything very negatively.
The items for each scale and the final version of the MCEI are con-
tained in Apperdix 1.

It should be noted that the scales are worded in such a fashion
that they reflect certain personal needs or desires of individuals.
Many of the descriptions are taken from Murray's needs press theory
(Murray, 1938) which states that -the way a person behaves is a
function of his own persvnal needs, and the environments "press"
which either allows for and factlitates, or prevents, the satisfaction
of those needs. The scales are briefly described below.

Spontaneity: The extent to which men can freely express their
ideac and opinions.

Support: The extent to which both officers and peers support and
help enlisted men.

Practicality: The extent to which there is an emphasis on
preparing the soldier for a practical skill and future, and
the extent to which the work is related to relevant goals. .

Affiliation: The degree to which enlisted men get together to
tulk and share ideas, and their environmental support for
social interaction.

Order: The extent to which there is regularity and order in both
the company area and work schedule.

Insight: The extent to which there is an emphasis placed on
individuals discussing personal feelings and problems, and
how much they try to get insight into why they feel the
wvay they do.

Involvement: The extent ¢o which men put forth energy in their
vwork and how much they are 2ager to engage in the activities of
the unit.
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Aggression: The extent to which several expressions of anger and
hostility are showm, such as criticism, joking, arguments, etc.

Submission: The degree tn which authority and environment pressure
individuals to conform to rules and to show respect tc superiors.

Autonomy: The extent to which individuals can express their own
ideas and engage in activities without supervision; also,

the extent to which men are encoutaged to act and think for
. themselves.

e

Varfiety: The degree to which the environment is changing, novel
and different from one time to the next.

WOLTILE L ACRRR )

Clarity: The extent to wanich rules, schedules, and duties are
clearly explained to the men.

Stripping: The extent to which individual differences are ignored
and people are subjected to ridicule and debasement.

stgonse Set: These items are so extreme that only thcose with
either very positive or negative sets would either agree or
disagree with them. For instance, "I never want to leave this
company,” is an axtreme statément and a person who would say

"true" to that might be suspected of having very positive
halo, which would influence all his responses.

4.2,2 Testing of Items.

4.2,2,1 Samples. In cooperation with the Mental Hygiene Consultation
Service and the Command at Fort Ord, California, 16 training companies
were selected for preliminary trial of the instrument; 8'of the companies
were designated by brigade commanders as high performance companies

and 8.were selected as low performing companies. There were thus a 5

totel of 8 companies selected from Basic Combat Training units (BCT),

- & from Advanced Infantry Training units (AIT) and 4 from Combat Support

Training units (CST). The brigade commanders' evaluations took into

EIDREI Moy Rl VRS ol s

consideration graded test score averages, physical training scores, :
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firing scores, AWOL rate and general conduct of the companies.
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A random sample of enlisted men was s2lected from each of the
16 companies, and an attempt was made to get at least 20 men from each
of the platoons within the company. This was to insure th;t the
platoons, which sometimes differ from each other, were equally repré?
sented within that company.

The final sample consisted of 1,156 enlisted men and 60 cadre
officers. Since there were so few cadre and officers rzlative to
the number of enlisted men who took the test, their results have not been
analyzed. The number of enlisted men who took the MCEI in each company
varied from a low of 18 to a high of 100. Table 1 indicates the n

of each of the companies terted.

4.2.2.2 Measurement of Stress Affect. The men's feelings of stress

were measured through the Multiple Affect Adjective Check List (MAACL).
The questionnaire (see Appendix 1) requires the men to check 132
adjectives, such as "active”, "afraid", "angry”, etc., in terzs of how
they felt during the past week. This instrument, developed by Zuckerman
(1959), has been used in the military context by Datel (1966a, 1966b,
1966¢c) to assess changes in stress during the 8-week Basic Combat Training
period. The items are divided into & scales which are labelled

"Anxiety", "Depression", "Hostility", and "Dysphoria". Because of

administrative error, only 11 companies successfully completed the

MAACL.
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4,2.2.3 Social Desirability Effects. In order to determine the extent
to which the MCEI items were being effected by social desirability
tendencies, the Crowne-Marlowe Social Desirability Scale (Crowne

sod Marlowe; 1964) was administered to five randomly selected companies.
The scale measures the extent to which individuals ﬂave a tendency

to present themselves on questionnaires in an extremely socially
desirable way, to such an extent that it may distort the validity of
any particular test. It should be ﬁointed out that although previous
research by Moos and Houts (1968) has shovn the items to be mot
signifimntly related to such tendencies, it was felt that, because of

the re-wording and ths different context, socizl desirability effects

on the items should be assessed.

4.2.2.4 Test Administration. The administration of the tests was
sccomplishad by research assistants who tested all of the men in the
company's megs ﬁalls. The men were told chat their responses tc the
items would not ba seen by the military, nor would it affect their
military status in any way. It was stressed to the men that this
study was an attempt to find out more about the environment of mili-

¥ary companies, and how men felt during their training.

4.3 ANALYSIS AWD RESULTS.

4.3.1 Form A of the MCEI and scale scoring key is contained in
Appendix 2.

et sy b el ’.‘m

T R RN 2L A AUt ]

AP MRRRAR T ytise B

; ey e Tt ot e A s
s oot smr A A B A b QRS

JUPRPSTIPNIPE: PRPL L LU ST

naov. vt PO




RS TER s ]

TSR LI 1 ot

16

4.3.2 Company Differentiation. The first question was to determine

the extent to which the items significantly differentiated across ali
16 companies, since it was desirable that an index be developed which
would nighlight differences between individual companies. It was also
expected that the items and scales would significantly differentiate
between types of training, that is, between BCT, AIT, and CST units.

A one-way analysis of variance of the percentage in each company
answering a particular item "true" was determined across all 16
conpanies for each of the 146 items. The tesﬁlté indicate that between
60 to 100X of the items in each =cale significantly differentiated
across all of the companies.

It was assumed, therefore, that the scales too would signi-
ficantly differentiate across companies. In fact, an inspection of
Appendix 3, which charts profiles of each of the 15 codpanies,
indicates that the companies indeed are quite individualistic (one
company with only 18 subjects was excluded). The profiles in Appendix
3 are constructed so that the means of all companies (an ovegall wean)
is centered at 0, and each company's mean scale score is plotted

from this overall mean, with a standard deviation of 10,

4.3.3 MCEI Differentaition Between Training Types. Table 2 indi-

cates the profile of the mean BCT, AIT, and CST companies. The training

type means are made relative to all company means set at zero and

standard deviation of 10.
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An inspection of Table 2, particularly of the F figures on the
right-hand side, indicate that CST companies were highest on ex~
periencing Support, Practicality and Involvement, while BCT companies
were highest on Spontaneity and also on Stripping. Thus, it seems
that, at least in the Combat Support Training units, which train
cooks, lineman, clerks etc., the men were experiencing more support
as well as practical application of what they were doing, and they

were also more involved than the other two types of training units.

4.3.4 Social Desirability Correlations. None of the MCEI items were
significantly related to subjects' social desirability tendencies.
The intercorrelation matrix was composed of a subject's tendency on
a particular MCEI item to answer "truc" or "false", and the subject's

Crowme-Mzrlowe Social Desirability Score.

-4.3.5 MCEI Differentiation between High- and Low-Perfoiming Companies.
A one-way analysis of variance was performed to determine the extent

to which each of the MCEI scales differentiated between the 8 high-
and the 8 iw-petforning companies. None of the "F's" were signi-
ficant, indicating that none of the scales significantly differentiated

between these two groupe of compaunies.

4.3.6 MCEI Item Differentiation between High- and Low-Performing Companies.

asas n e ke w8

Each of the 146 MCEI items were examined in terms of the extent to

vhich it significantly differentiated between high- and low-performing
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companies. A non parametric measure was devised comparable to a
Critical Ratio to test the significance of the differentiation. The
company with only 18 subjects was included for this analysis. The
results are contained in Appendix 4, which shows the wording of the
items significantly differentiating companies, percentage in each
company answering "true" for that item, and the absolute difference
between the mean percentage answering "true” for high- and low-
performing companjes. The items in the appendix are worded to. reflect
vhat the high-performing companies had to say about their environments;
an" asterisk after the statistic itself indicates‘that on the MCEI
questionnaire the item was worded in the opposite direction. The
reason for the reversal in the wording is to clarify how the high~

performing company men view their environment. The high-low column

indicstes the degree tc which the average percent of the high-performing

and the average percent of the low-performing companies differ from
each other, as stated in absolute values. To the right are the
columns which indicate the percentage of those responding for each
item across all 16 companies. It should be pointed out that many of
the differences between high~ and low-performing companies were very
small, even though statistically significact. Moreover, there were
many reversals, so that the results should be viewed with caution.
Moreover, just because high- and low~ companies do reflect a statisti-
cally significant difference in envirunments does r.ot necessarily

indicate a causal relationship between the environment and the per-
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An inspection of these items shows that in high~performing

» companies, the enlisted men, more so than in low~performing companies,

were more careful what they said to the officers, and there is a
definite separation between officers and enlisted men. The men did :
not feel-much support from their cadre and officers; however, the
men tended co support each other. It was as thcugh the separation
between officers and men forced the men closer together. Moreover,
the high-performing companies tended to be strict companies. The
enlisted man knew his place and, although he had somewhat hostile
reactions to his officers, he felt the officers knew what he wanted.
It should be noted also that the high-performing companies tended to
have more amuguou; communication which, by Kkeeping the men somewhat
uncertain as to procedures, motivated them to pay very close attention
te vhat the officers said.

" There is obvicus need to cross-validate these items against

other, more objective performance criteria. Thi: was done during the

second year of this project and reported in 6.3.5.

4.3.7 Relationship between Stress and MCEI Scale Scores. Table 3

indicates the Pearson Product-Moment Correlations between each of

the 4 Multiple Affect Adjective Check List scales (Anxiety, Depressioé,
Bostility and Dysphoria) and each of éhe MCEI Scale Scores. Two
intercorrelation matrices are presented separating the Jow-performing
from the high-performing companies. This was done to determine if
correlations were effacted by performance outcomes, The two matrices

in Table 3 indicate thcse correlations which are significant at the
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It appears from an examination of the table that the following

MCEI scales, Support, Affiliation, Involvement and Stripping, are

4o

most highly and most consistently related to the MAACL scales. These

four MCET scales hold up on both low-rated and high rated companies.

-
3
.
3
B

EETC

In addition, the high-rate companies show significant correlations
between the MCEI scales of Practicality, Clarity, Aggression and
Autonomy and the MAACL Dysphoria scale.
In general, aspects of the environment thﬁt seem to be in~
fluencing the men's levél of stress are those which, first of all,
affect their peer relationships, as reflected in Affiliation and
Support scales. Another way of looking at all of this is, if .
Command woutd want to reduce hostility and depression in a military

company, that they should encourage supportive peer and cadre

relatioaships, promote closer peer contacts and reduce stripping

of a person's individuality. Those actions should also increase a
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person's involvement. The findings support evidence from other studies

cited earlier as to the importance of peer support in reducing stress. :

4.3.8 MAACL Differentiation of Types of Training Companies. A : ;

< \muﬂbﬂss

one-way analysis of variance was performed to determine the extent

to which MAACL scales differentiated between training company types.

By

Tahles & and 5 present these results,
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An examination of Table 4 indicates that Anxiety differentiates among

companies at the .07 level, Depression at the .05 level, Hostility at

the .01 level, and Dysphoria at the .05 level., Tahle 5 shows a number

of significant differences between BCT, AIT and CST in MAACL scores.

Anxiety differentiates between these units at the .01 level, with

BCT showing the most anxiety, followed by AIT and CST. There was

very little difference between these latter two units. Depression

did not significantly ?ifferentiate betwecn the three training companies.

Hostility significantly differentiates at the .05 level between

three types of training units, with BCT having the mean of 14.97, AIT

having the mean of 14.30, and CST having the mean of 12.78. As can

be seen, there is a considerable drop in hostiiity in the CST units.
There is no significant difference between the high- and the

low-performance companies on the MAACL scales.

4.3.9 Summary.

1) The first year results showed that a Juestionnaire measuring
military environment could be developed whose items significantly
differentiated between military companies and also between types of
train ag units. Moreover, these items were not related to subjects'
social desirability tendencies.

2) The MCEI scales were significantly related to stress, but

not to global performance as judged by Brigade Commanders.
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3) The MTEI items which significantly differentiated high-
and low-performing companies, suggested that high-performing companies
were seen by the men as highly peer supportive, but sharply main-
taining the separation between cadre and meu.. Also, these companies °
tended to be strict, and the communication tended to be somewhat

ambiguous. These results must be cross-validated against more objective

eriteria.

5.0 THE RELATIONSHIP OF EXPECTATION DISCREPANCIES TO PERFORMANCE AND

STRESS.
5.1 HYPOTHESIS.

It was hypothesized that the discrepanc} between the men's expectas~-
tions and actual company environment would be significantly related to

certain indices of the wmen's performance and MAACL scales of Anxiety,

~ Hostility, Depression and Dysphoria.

5.2 PROCEDURE.
5.2.1 A random selection of 350 men were tested during their first 24

hour stay at the Fort Ord Reception Station. The Reception Station is
the entry point of men into Fort Ord prior to assignment to the Basic
Training units. The men were tested on the Expectation MCEI, which
consisted of regular MCEI items woided in the future tense; the men
were asked to indicate how they expected their future Basic Combat
Training units to be in terms of these items, The 350 men were

then assigned to the 5 Basic Combat Training coﬁpanies which were filling
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during that week.

5.2.2 Three of these 5 BCT companies were selected for longitudinal
studies for another part of this research. All of the men in these
3 companies were tested during the 2nd, 4th, 6th and 8th weeks of

basic training on the MCEI and MAACL.

5.2.3 The number of men in each company at each testing are indicated
in Table 6. It should be ncted that the number of subjects varies
slightly at each testing because of men being usbsent for various reasons,

such as sick call, tramsfers, etc.

- en e e m W P s W Gn e e e em Em E am e w -

5.3 RESULTS.

5.3.1 Type of Analysis. For each man who was tested on the Expectation
MCEI in the Reception Station and who was also in one of the 3 companies
selocted, Aldiscrepancy score was computed between the man's Expectancy
MCEI scale score and his BCT company average on that particular scale
for Week 4. This discrepancy score was directional. That is, in every
cace, the man's expectation scale score was subtracted from the Mear

of the company's scale score. Negative diccrepancy scores for an indivi-
dual would mean that this man expected more of that characteristic in
his environment during the 4th weék than what was indicated by the
company average, which for analysis purposes was taken as "the actual
environmeat. Discrepancy scores were correlated with a man's per-

formance in terms of number of sick c¢alls made, his firing score, his
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physical training score and finally his 8th week Graded Test score.
Discrepancy scores were also correlated to the man's MAACL Affect
scores taken during the 4th week, The same kind of analysis, as a
form of replication, was repeated for the 8th week testiné. That
is, the man's discrepancy scores for the 8th week was computed by
taking his Expectation MCEI scale score, subtracting it from the
company average on a scale for the 8th week, and correlating it with
a man's performance scores and a man's MAACL taken during the 8th

week.

5.3.2 Results. Table 7 indicates the significant correlations between
the expéctation discrepancy scores fo; each of the 13 MCEI scales

with performance indices and MAACL scales. It should be noted that

the 8th week correlations are essentially similar to the 4th week
correlations shown below. For thac reason, the 8th week correla-

tions are not shown, since they do not change the results in any
essential way.

An examination of Table 7 indicates the following: There are
relatively few significant correlations between expectation dis-
crepancy scores with the performance variables. Significant correla-
tions indicate that firing scores are associated with high expecta-

tion of Order, Aggression, Submission, Autonomy, Variety and Stripping.
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Such significant correlations do not seem to follow any consistent,
logical or theoretical pattern. Therefore, we can say that, although
there are some significant correlations between expectation dis-

crepancy and performance, none were noteworthy.

5.3.3 An examination of the correlations between expectation, dis-
crepancy and MAACL scores indicates that expecting less than company
averages in Spontaneity, Support, Practicality, Involvement, Autonomy,
Variety and Clarity is associated with feelings of Anxlety, Hostility,
Depression and Dysphoria. In other words, when a man during Reception
Station indicates he expects less positive aspects of his environ-

ment than actuglly did occur in the 4th week, then during the 4ti: week

he tends to have high stress. Expectations of more Aggression, Submission
and Stripping than what actually occurred during the 4th waek are

associated with high stress. Therefore, expectations of a more nega~

" tive enviromnment than what actuvally occurred, tend also to be associated

with high stress feelings. In summary of the above two points, high
stress during the 4th and 8th weeks is associated with a soldier during
reception station expecting his future BCT environment would be more

negative and less positive than what actually did occur.

6.0 REFINEMENT OF MCEI AND ANALYSIS OF ENVIRONMENTAL PERCEPTIONS TO
PERFORMANCE AND STRESS.
6.1 HYPOTHESES.

6.1.1 It was hypothesized that the perception of company environments
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would change significantly over an 8-week basic training cycle,

and that each of the companies would show unique changes.

6.1.2 It was hypothesized that affect changes over an 8-week cycle

would show significant changes.

6.1.3 It was hypothesized that the perception of the eavironment

would be significantly related to stress affects as well as performance.

6.1.4 It was hypothesized that 2 companies, one under special
experimental prog-am of contingent reinforcement (TIMEC) would show
differences in environment from BCT companies not under this special

experimental program.

6.2 PROCEDURE.
6.2.1 1t was decided to focus on BCT companies at Fort Ord, California.
Three BCT companies were selected as described in 5.2.1, and werve
tested during the 2nd, 4th, 6th and 8th weeks of the 8-week training
cycle on the MAACL and the MCEI, Such.testing would permit a longi-
tudinal analysis of the change in men's perception of their enviromment.
These 3 companies were called "longitudinal companies.” (See Table 6
for nunber of subjects tested.)

Furthermore, 8 companies whose 4tb week of trairing were no morce
thar 2 weeks apart were tested on the MAACL and MCEI dvuring the 4th
week; company performance in terms of numbér of sick calis, AWOL rates,

number of Article 15s, firing scores, PCPT {physical training) scores

|

PPV RPAPPS PR LN PIN O

N




SIRTITE g ey
-u».m
f

iy

U TR Y DT AT (RIS TR AT, m tr

AT by DT IR wlmﬁmmﬂml@mwvmﬁmmmnm,

TRETRU TR YT -

[ A e
.

itbaniingh Rav g Ry R AR DES I SRR

27

and Graded Test scoren were compiled. These companies were called
“"eross-sectional” companies.

At the request of the Fort Ord Command, 2 experimeantal companies
undergoing an environment of contingent reinforcement andlcalled TIMEC
were tested during their 4th and 8th weeks on the MAACL and MCEI, and
were contrasted to 3 BCT control comp;nies n;t undergoing such experi-
mental conditions. These 3 BCT companies were cclled 'modified longi-

tudinal" companies. See Table 8 for number of men tested in each of

these companies.

6.3 ANALYSIS OF RESULTS.

6.3.1 Analysis of Longitudinal Companies. It was predicted that men's
perceptions of their company environment would.change significantly

over the 8 weeks. Moreover, the 3 companies would experience unique
changes. A preliminary 3-way analysis of variance was performed on

the MCEI scale scores for each of the 3 companies. The 3-way analysis
was by company, by scale and by time of testing. Uneven cell N was
compensated for by the Method of Unweighted Means (Winer, 1962). Table 9

indicates the results.

An inspection of the table indicates tha£ not only the company
differences and scale and time differences were significant, but also
the 2-way and 3-way interactions were significant, thus suggesting

that each company does underge an unique change over the 8-week

|
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cycle.

€.3.2 Factor Analysis of MCEI. A factor analysis was performed on
a random sample of 509 subjects taken from the 8 Cross-Sectional
companies, the 2 TIMEC companies and the 3 Modified Longitudinal
companies, all tested in the 4th week. Forty subjects were taken
from each of these 13 companies. The reduction in n to 509 was
because certain subjects were dropped who showed missing data. The
BIOMED factor amalysis program X72 was used. The analysis uses a
multi-squared correlational coefficient of every item with all other
items in the diagonals, with orthogonal rotation. The factor analysis
yielded 7 scales with 12 items each. The scales were labelled as
follows:

1. Involvement. The 12 items in this scale have to do with
the extent to which enligted men put energy into their work, are
intezested in the company, perform details without prodding, etec. .

2. Peer Cohesion. The items describe the extent enlisted men

feel they can openly share their problems and feelings with each other,
how much time they spend together in off-duty hours, how quickly they §
get to know each other, etc.

3. Officer Support. The 12 jtems in this scale pertain to the

extent to which NCOs and officers know what the ealisted men want,

tend to act upon the enlisted men's suggestions, encourage as well as
help the enlisted men, etc. i

4. Personal Status. The items describe the extent to which the

A s e

enlisted men feel their individuality is being recognized, the extent
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to which they are encouraged to learn new ways and to act and think
for themselves, etc.

5. Order. The items refer to company characteristics such as_
company rules are strictly followed, the activities are carefully
planned, how neat the coupany is, and the regularity of work hours,
etc.

6. Clarity. This scale measures the extent to which enlisted
men are certain about the rules ii. their company, are knowledgeable
about what the officers expect of them, the exéent.to which rules
and policies are fixed and clear, etc.

7. Officer Control. This scale measures the extent to which

officers tend to discourage criticism, and check and supervise the
men, how much the men tend to feel threatened, and have to hide their
feelings from NCOs and officers.

The 1list of the items under each of these scales is contained

"4in Appendix 5.

The results from now on will be described in terms of these

7-factor scale scores.

6.3.2.1 The longitudinal profiles of the 3 basic training companies,
in terms of the 7-factor scale scores, are contained in Appendix 6.
These profiles are drawn to correspond'to a Mean of 50 and a Standard
Deviatign of 10; in other words, Standard Scores. The standardiza-
tion was accomplished by re-scoring the original 16 companies during

the first year in terms of these 7 scales as well as the 16 second year
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companies and then computing tho average in Standard Score on all
32 companies. An examination of Appendix 6 indicates graphically

N,

that the change in any of the 3 longitudinallcompaniés is highly
unique. .This result suggests that a company is like an unique otganism

or person which undergoes its own growth and own Fhange, probably according
to factors such as the type of men in the company, the type of

officers, the particular type of policies being instituted at the mili-

tary base, and so on.

6.3.2.2 Chart 1 graphically portrays the affect changes for the
longitudinal companies 1, 2, and 3. Chart 1 indicates that all three
compéniés peak at the &4th week, much as Datel (Datel, 1960; 1961,
1962) fgund. However, Coméany 1 has significantly less dysphoria

than the other 2 companies and also less affeét variability over the

. test times.

6.3.3 Tﬁé Relationship of Eavironmental Peiception to Affect and

Performance.

6.3.3.1 For each of the 8 cross-sectional companies, the total
number of sick calls, the total number of AWOLs, and Article 15s
were computed, Also obtained were the firing.scores, the physical
training scores (PCPT) and the 8th week Graded Test scores.

For analysis purposes, certain performance variables éere

combined. AWOL and Article 15 were combined, sick call was kept
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separate, and all 3 test scores were added together to make one

total test score, Each of the 8 companies then, in terms of these

3 performance criteria were ranked, and, in addition, a global per-
formance measure ("Total Performance") was computed by taking the

Mean Rani Order of each of the 8 companies on the 3 performance criteria.
This Mean Rank Order then bacame a score, and the 8 companies were

ranked in teims of this Mean Rank Order Score.

6.3.3.2 The rank order correlation was then computed for the 8
cross-gectional companies ranks on MAACL, MCEI factor scale scores

and the performance criteria {see Table 10).

. 6.3.3.3 An examination 6£ Teble 10 indicates the following results:

1. High Anxiety is associtted with perception of low Personal
Status and high Officer Control.

2. High Depression is associated with the environment being seen
as having low Peer Support and high Officer Control. It is to be
noted that Depréssion, which is often associated with lack of affection
in clinical theory, is in this cace most st£ongly associated wirh
low Peer Support, a scale measuring affectional behavior.

3. High Hostility is most strongly associated with low Ofticer
Support as well as with low Involvement, low Clgrity of communication
and high Officer Control. This is another way of saying that men ter.

to feel angry and hostile when they don't feel thut their officers
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listen to them, pay attention to them or support them. They probably

show this anger by low involvement.

4. Peer Cohesion is the only MCEI factor scale associated with

performance. High Peer Cohesion is associated with high test scores.:

and high Total Performance.

6.3.4 TIMEC vs. BCT Controls.

6.3.4.1 Chart 2 shows the profiles of the 2 TIMEC companies' and

b n e A

the 3 Modified Longitudinal companies' scales of the MCEI. An examina-

B N T L

tion of the scales indicates the following (a significant difference
is taken when there 13 a 1 standard deviation between scores):

1. TIMEC companies are significantly lower on Officer Support

3
3
£
2
5

’ and Clarity than BCT controls.
2. On the other factor scales, the companies are very similar
to each other, or else there are gross differences among the 5

companies which do not separate out in terms of TIMEC vs., Modified .

Longitudinal types. :

The results should be interpreted with the kind of problems
TIMEC ran into--namely, that the cadre frequéﬁtly did not support
the experimental changes which required careful munitoring of men's

performance in terms of contingency reinforcements. Since this was

a new procedure, the clarity of commuﬁication might have suffered.

6.3.5 Refinement of MCEI scales,

6.3.5.1 Special scales were constructed to predict sick call rate,

as well as Total Performance. These specfal scales were constructed
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by first determining the company rank on the percentage of "true"

responses for each of the MCEI items contained in the factor scales,

~ -

and then rank~-ordering the companies on each item. Rank order correla-

tions were then computed between the percentage of true responses on

e

the item, the 4 performance criteria of Article 15s and AWOLs, sick

leaves, test scores and Total Performance. Appendix 7 indicates the
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factor scale score items rank order correlation with each of the per-

formance criteria. Items with high correlation with sick call criteria ©
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and low with Total Performance were formed into a "Sick Call" scale.

Similarly, items with high correlation with Total Performance and low

- correlation with sick call were selected for a "Total Performance"

scale.

-

Table 11 shows the final items entering into the two MCEI  per-

le’

Ibgil Performance item did or did not predict cofréctly overall
performance in the analysis of the first year results; Ta?lg_11~dlsn
shows the Rank Order Correlation of Scale scores witﬁ performance
criteria. A
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6.3.5:2 In terms of Sick Call, MCEI items were selected uhich'were

not overlapping with the Total Performance predicting scale. The

Sick Call scaie contains items which show high sick call rate is
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. men and constant checking on their activities, in which the acti-
vities are boring but the men are kept busy, and there is a suppression
of leadership and a lack of officer support. In other wogds, companies
which tend to have high sick call rates tend to be suppressive, plus
the activities tend to be boring and repetitious.

An examination of the kind of items entering into the prediction
of high Total Performance indicates that high performance is associated
with nigh peer cohesion, in which men are free to share feelings and
problems among each other, but at the same time experience firmmess
from the officers, whom they feel know their needs. Moreover, the

officers.set an examplé of neatness, orderliness and respect for each

other. It is important to note that all but two items were significantly

related to overall company performance during the first year. Thus,

this scale represents a cross-validation of these items.

7.0 IMPLICATIONS.

7.1 The results strongly support the hypothesis that men's perception

of their social environment is significantly related to their feelings

of stress as well as their performance.

7.2 A questionnaire has now bezn developed and factored iato 7
scales which do relate sigiificantly to men's affect and performance.
There is a strong indication that MCEI Total Performance Scale

which contained items relating to overall performance in the first
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year cen be used to predict totxl sompany performance.

7.3 Such a questionnaire is now at a stage of development where
it can be given to companies, for example, by the Mental Hygiene
consultaiion Services, in order to assist company commanders in

snalyzing the environment of that company and formulating policy ;

35
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and procedures to change the environment so thet the men increase

their performance and feel less stress.

7.4 The results strongly support a trend noted in other research
projects under this contract that high performance and morale in

training occur when trainees:

1.
2.
3.

4.

3.
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are sble to share feelings
can discuss problems openly with each other
feel support from officers whom they sense know the needs

of the men . ;

see officers set examples of neatness, orderliness and
respect

know the limits of their own authority.

7.5 The results lend support and also increased insight as to how -

peer nominations in military companieé are good predictors of per- :

formance (Pleg, 1965). Peers who are effective interpersonal relators

and thhs are often nominated are also effective in leadership.
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7.6 What is now reeded is more research and investigation of methods
to increase these qualities in the company environments, particularly
the one variable which was characteristic of Peer Support. This was

most critical in determining men's stress, as well as performance.
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Table 1

Number of Subjects in BCT, AIT and CST Companies

BCT

AIT

CST

41

high

71

95

80

93

58

100

66

73

low

75

64

73

63

96

69

18

84

L RV N TP PUP P TE NS




42

 oB¥SeL -
LY66°21
$SLO°S m
STLI Y
YE2L°1

8610 °2

. 2€90°1

1€90°0 _
L 0YE9*H2
L169°€
L6R0°E
606L°1
L66£°01
6LRE° 8T

- 8261°8

Y
68°c = ¢0°>d
*4°g 2142 211STiViLiS~-d

P O TR R I yo T AR USRI L T T

P ka

¢

0!

" ———

e aaor Y T By
e e kS R RN A S 1 R e ..

.

e

R LR B T T STl b L

+ IV 04

+ g + v o} +

I ) ! |

+ 2 v + 1 + V4 |
m ) ©g m v M azuaawx»mw
+ 2v + @ N IFSELALE
: O 1 ALITUVA
M C v M e 2 M AWINDLOY

h . m<~ 3 h zc.mmwxm:wJ
h Mu< h NDISS3¥59V

M 9 v M ) 3 . LNIWIATIAN]

M vo w g H LHIISN)

! v 9 H g w §30%D

H 9 M o v w NJTLVITIddv

w 9 v h 9 . ALTIVIILIVHd

h 9 v h g . 183ddns

u d uh ) w ALI3ANVLINDGS

e N—

£+ s2+ S1+ 0 ST- $2- SE-

:
.

uostaedwo) J°STSATBUY ABM~0uQ puw
‘saTT3oag 10N Auedwon JIso pue JIv ‘10t 2Beaaay

¢ °1qey, :




a4 “’.m

T T TS RO,

MCEI Scale Correlations with MAACL Scales

Table 3

43

for High Rated and Low Rated Companies whose r's are in Brackets

(Only significant r's shown; p £.05, r = .25; N, Hi = 446; N, Lo = 297)

MAACL
- MCEX Anxiety | Depression Hostility Dysphoria
1. Spontaneity
- 34 -~ 30 e 33
2. Support (=.32) (=+30) (=.32)
3. Ptacticality "’025 '-35 'o30 "034
-.27 -.25 -.28
4. Affiliation (-.30) : (-.30)
5. Order
6. Imsight
’ e 29 e 27 e 28
7. Involvement - (=.31) (-.32) (-.33)
8. Aggression .25
9. Submission
10. Autonomy -.25
11, Variety
12r clarity "028 ‘033 "027 "‘.32
13. st i 1 .36 -41 033 .40
TIpPIng (.41) (.62) (.42)
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Table 4

One-Way Analysis of Variance of
MAACL Means Across 11 Companies

44

BCL ALY CST
Lo Hi Hi Hi_ Hi Lo Lo Hi Hi Lo Lo

ANKIETY Mean  (11.2411,22410.54[9.91 }10.0410.2710.4419.36 110.1310.3q 10.75
Standard Dev.|3,58 [3.83(4.08 |[3.03 |3.97 [3.723.42|[3.92 [2.87[3.84| 3.09
F 1.76
DF 10;877
P <£.07

DEFRESSION  Mean  p2.27p1.84ps.66| P1.04 bo.6ab1.oapo.6e|fo.11 p1.0spo.44| 22.15
Standard Dev.|7.38] 7.78| 7.66| 6.83 | 7.75| 8.30 7.72} | 7.91 |7.01]7.83] 5.23
F 2.22

) DF 10;877

P <.05

HOSTILITY ~ Mean  }5.74)5.34|14.09| ha.41 hu.4shs.11ls.18| 76 |2.78}13.55]13.15
Standard Dev.|5.23({5.12|5.68||5.31 {5.82(5.49}4.62||4.93 |4.56|5.78] 4.15
F 3.37
DF 10;877
P . <.01

DYSPHORIA Mean -Vg;.27as.4oL3.31 45,35 L5.2546.32 5.28 10.23 a3.99k3.29|46.05
Standard Dev. 14.9715.39b5.65 3.99 16.22016.0814.24{ 5,41 J3.2316.33 10,93
F 2.15 ’
DF¥ 10;877
P £.05

ol




Table S

One-Way Analysis of Variance of MAACL Means
Acrogss 3 Training Company Types

BCT AIT ' CST
ANXIETY Mean . 10.97 10.17 10.02
Standard Deviation 3.86 3.58 3.57
F ' 5.30
; DF 2;885
? P . £.01
% DEPRESSION  Mean 20,71 21.11 20.01
: Standard Deviatior 7.78 7.69 7.48
F 1.54
DF 2;885
P N.S.
HOSTILITY Mean 14.97 14.30 12.78
Standard Deviation 5.41 5.36 5.11
F 11.79
' DF 2;885
P <£.001
DYSPHORIA Mean 46.65 45.58 42.81
Standard Deviation 15.56 15.24 14.89
F 4.47
DF 2;885
P <.05
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Table 6

Number of Subjects Tested During BCT
Longitudinal Analysis

Company Wo. Week Tested N
1 Reception Station 70
2 148
4 150
6 136
. 8 125
!
2 Reception Station 78
2 207
' 4 201
6' 173
8 170
3 Reception Station 78
2 216
4 181
6 199
8 188

46
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Table 8
E Number of Subjects Tested in "Cross-Sectional,"
: TIMEC and "Modified Longitudinal® Companies
Company
Company No. Week Tested No. of Subjects
Cross-Sectional 1 4 224 ' :
2 4 136
3 4 222 ]
) 4 221 -
1 5 % 139 ;
6 % 112 :
1 7 4 224 ;
E 8 4 154 :
E‘ TIMEC 1 4 136
; 1 8 115 Ij
£ 2 4 98 3
E‘ 2 8 133 :
E Modified- 1 4 188
: Longitudinal 1 8 198 4
2 4 202 ] g%
2 8 202 3
3 4 131 . :
: 3 __ 8 140 ]
: ’ d
3
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" Tabl:
3-Way Analysis of }MCEI Scale Scores by
Company % Scale x Tine of Testing
Source of Variation DF 58 F P
Between Subjects
Companies (A) 2 212.04 13.12 .001
Subj. w. Groups (error) 308 16.15
Within Subjects
Testing Time (B) 3 161.05 39.66 .001
AB . 6 96.15 23.68 .001
B x Subj. w. Groups (error) 924 4.06
Scales (C) 14 1,446.90 243.17 .001
AC 6 241.27 40.54 001
C x Subj. w. Groups (error) 4312 5.95
BC 42 17.37 8.68 .001
ABC 84 2.48 4.74 .01
BC x Subj. w. Groups (error) 12936 2.00
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Table 10

Rank Order Correlation Coefficient Between MAACL,
MCEI Factor Scales and Performance Criteria
for Cross-Sectional Companies (N = 8)
]

5

6

7

8

10

11

12

13

50

14

15

Involve~
ment

1.00

.69

.67

J1

Peer Cohe-
sion

1.00

.70

Officer
Support

1.00

.88

-095

Personal
Status

1.00

"067

Order

1.0

.81

Clarity

1.00

-086

Officer
Control

1.00

.79

.69

.81

MAACL
Anxiety

1.00

.79

.83

MAACL
Depression

1.00

.71

.98

10 MAACL
Hostility

1.00

.74

11 MAACL

Dysphoria

1.00

12. AWOL,
Art. 15

1.00

.79

13. Sick
Call

1.00

.74

14, Test
Scores

1.00

.60

15. Total
Perfor-
mance

1.00

R .67 =<.05
R .80 =< .0}




Table 11

51

MCEI - Performance Scales and Rank Order
Correlation of Scale Totals with Performance Criteria

Sick Call Total Performance
Scoring Scoring Item Discriminates

tem No, | Direction Item No, |Direction Properly in 1lst vear?

12 T 14 F Yes

17 T 15 T Yes

26 T 16 T Yes

40 F 20 T No

51 T 37 T Yes

53 T 44 T Yes

68 F 49 T Yes

70 T 71 F Yes

85 F 101 F Yes

| 93 T 117 F Yes

98 F 118 T Yes
103 F 119 F Yes
104 F 122 F No
111 T 126 F Yes
138 T 141 F Yes

Rank Order Correlations

0.310 0.738 AWOL & Art. 15 Criterion
0.905 0.571 Sick Call Criterion
~0.048 0.667 Test Scores Criterion
0.524 0.952 Total Performance Criterion
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Chart 1

-

MAACL Changes for Three
Loagitudinal Compaunies
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Chart 2

vcfiles for Three Modified Longitudinal

and Two TIMEC Companies
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Appendix 1

Multipie Affect Adjective Check List
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MULTIPLE AFFECT - M T
ADJECTIVE AGE - SEX.____ DATE TvE

%ot F

- CHECK LIST -~ SCHOOL OR ORGANIZATION
8Y ‘MARW:NZ:CKERMAN GRA:DE 0R QCCUEAT'CIN

BERNARD LUEIN A D H

CO}’V_&IOHY@ 1965 BY EDUCATIONAL & INDUSIRIAL JE5TING SERVICE
ALl RIGHTS RESERVED

o bttt Al

DIRECTIONS; On this sheet you will find words which describe
ditferent kinds of moods and teelings. "Blocken in the spoce
beside thé words which describe your teelings.

'

IDENTIFICATION NUMBER

g

N > o .
-5 5 B e N g
‘ ' ""’ ' l l(I ".'1 | ' l" § HER B '
——
y

'

SO T N AR

Some of the words may sound oltke, but we want you to
mgrk o)l the words that daseribe your feehinge.
Work rapidly.

\

(ERERAEETE

o =
© BESURETOUSEA szPENCL = b4
* DONOT USE A BALL POINT PEN OR INK : B
* KEEP YOUR ANSWER SHEET CLEAN A
* DO NOT MAKE STRAY MARKS %
* “ERASE ERRORS COMPLETELY =

] 1z ACTIVE 34 ==+ DEVOTED 87 ==:zr INTERESTED 100 =0 saTisEIES

_DISAGREEABLE 88 =i IRRITATED 04 ==z 3ECURE

(36 = DISCORTENTED -§8 22121 1EALOUS 102 === susky
37z pisCouRAGED 30 = JOYRUL 103 o sy
Lt —AGIT}TED 38 022 DISGUSTED 31 2z KINOLY 104 =22 w00T8tD .
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8o M’.WIE ) 41 2 ENRAGED T4 =2 LOVING 7 ‘

42555 INTHUSIASTIC N (T i 108 = STRgRG
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44 2 FINE Jh@l';i- o IR £ Ee ,Eiitik*lz i
45 = fir ) L A '
46 =230 - FoORLGRY . o 79 sz MERK o
&1 == pFRRNE - h ssiz MERPY - :
§8 = Faee o Sz s T TENDER . o
) 49 = FRIENDLY 8 7 B L Tevse
§0 =z riGHTENED 83 s wervgus- - 70 CPiBeun veammLe
N = 73@55(5 Zs]A::::- FURIOUS ) "@{':.;:: OBLIGING T === fermings
[’ sz CALM ) §9 z:ux 6AY. - ’ 85 -2~ CFFensED I8 = THOYBHYFUE
20 =52 CAUTIOUS ) 7 - §3 sz (;EN)’LE’ 86 outRaces 190 Twip-
2 zo CaeeRFUL ) 54 GLap 87 ot pRMCNT 120, ToReENTED =
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Appendix 2

Military Company Environment Index
Form A ana Scale Scoring Key

(Iantroduced to Subjects as Military Atmosphere Scale)
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MILITARY ATMOSTHFRE SCALE

Instructions

In this bosklet there are 146 statements about Army companies. You arc to decide
which statements are true of your company and which are not. This questionnaire will
be given to men in differeat enviromments so that the items will describe many different

wilitary units. Your answers do not have any effect on your pesition in the Army, and

will be used for research purpcses only.

Use the answer sheet for all your answers. When you think the statement is mostly
true of your company, blacken the space under "I" beside the ftem number. If you
think that a statement fs mostly false, blacken the corresponding space under "F".
Make your mark as long as the pair of lines, and completely fill the area between the
palr of lines. If you change your mind, erasc your first mark COMPLETELY.

Please be sure to answer every item
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“It's hard fo get people “to argue around here. .
The*e is great emphasis placed on everyone dressing and acting in exactly the

€0

Militsry Atmosphere Sealc

The officers spend more time with some EM than with others.
Therve i3 little time preparing EM for their next assignment.
The NCOs are Wot harsh when they give orders., '

It'e hard to get a group of EM together for card games or other off-duty activities.
The compary gives passes easily.

The schadule of activities is pretty much the same from day to day.

EM don't much talk about their past.
The food is the best I've ever tasted,

EM put a lot of encrgy into what they do around here.

-

EM sometimes play practical jékes on each other,
A lot of interestirg things go on in this company. _

‘EM never know when an officer will ask to see them ‘

This company places streng éﬁphasis on wearing exactly the right kind of clothing.
EM tend to hide ﬁbeﬁt feolings from one ano'ﬁhet.C ' .

‘The more effective EY help the less effective ones. . ‘

It is clear how the skills being learned will help BEM to be good soldieirs.
This cowpany is very strict about B following the daily schedule.

There are groups of EM who hang around together a lot. )
Many of tlie EM are not as neat as they could be.

EM tell each ather ahout their petsona; problems.
NCOs here never do anything for the EM.

A lot of EM just seem to be "putting in their time" without rea’ly working.
The people ‘here don't recognize a person's -talents or interests.

~

same way. : . : N 7 B
~EM-kn5w when the commander will be iﬁépecting the company ., ‘ '
The EM have altiost no say in the running of their barracks.

The EM perfori detatls withoét‘being prodded.

Thé officers have Vvery little time to encoirage EM,

Most EH‘are‘moré concernad with the past than with the Ffuture.

The company cemmander very séldom gives article 15's. -

The company has very few social activities.

Yuu are tvreated like‘a child here,

EM activiries are carefully planned.
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A8,
49,
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51.
52,
53.
54“:
555
56.
57.
58.
59.
60.
61.
62,
63.
64,
65.
6.,
67.
68.
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¥M hardiy ever discuss their sexual lives.

This is the best place I've aver been in.

'EM are prohd of this company.

EM in this company aripe a lot. )

The NCOs and officers try new ways of running this company.
Thinge are sometimes very disorgenized around here,

The NCOs and officers act on EM's suggestions,

A person's differences are teapected in thie company.

When EM disagree with each other, they keep it to themsclves.
The NCOs and off. cers know what the EM want.

The EM here are r-»ccted to carry out their work well, .
Sometimes EM are uncertain as to who is really rumning the company.

Nearly everyoné here has some socizl activity planned for the wepkends.

The EM's barracks are not as neat as they should be.

Personal problems are openly talked zbout.

The NCOs here are just terribly stupid.

Men in this unit scem bored most of the time,

RCOe and officers argue on how to run the company.

The work here is repetitious and boring.

If an EM breaks a rale, he clearly knuwws what will happen to him,
Being in ;his company helps a man to live up to his potential,
Very few EM have any respeusibility in the company.

In this company, EM can t;lk freely with their NCOs,

EM rarely help each other.

It's hard to see the reason for much of what is done in the company.
E¥ can call some NCOs by tﬁeir first names.

NCOs spend very little time talking with M.

This is &« very well organized company,

EM azé rarely asked perséﬁal questions by th: NCOs or officers.,

I never want to leave this company.

Discussions in the barracks or company area are pretty intcresting.
NCOs and officers accept the men's word.

EM often criticize or joke about their NCOs or officers.

There is frequent turnover of NCOs and officers in this unit,
People are alwoys changing thieir minds here.

61

The company ig strict about EM leaving the company arves without saying vhere

Lhcy 're going,

in this company, it's hard to tell hov EM are feeling.
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Officers and NCOs take a persomal interest in the BM's next assignsent.
ar: told how thelr work or training will help theam in the fulure,
M who break minor company regulations are punished for it.
M often do things together during off-duty hours,
Often the company area isn't very neat. ’
Officers and NCOs are interested in helping the EM learn more about themselves,
Being in this company mskes you lose your self-respect. '
NCOs dislike the EM in this company.
Nobody ever woluntecers nround here,
EM in this unilt rarely argue. .
There 1s very little to do around here over the weekends.
If an EM's work schedule is changed, he is always told why.
NCOs 1arely go along with EM's requests.
it's o.k. to act a little different around here. s
Officers sometimes don't show up when they're supposed to.
There is very little emphasis on what men will do when they’ieave this cbmpény;
EM may interrupt & NCO while Ne is speaking. )
There is very littie sharing of things among the men.
ths make sure that the company area is always neat.
B rarely talk about their personal problems vith each other. N ;
NCOs in this company will break about any rule to help an EM. ‘ a
EM are pretty busy all of the time. \ .
In this company, NCOs and officers think it is a healthy thing to argue.‘
Activities on some days are quite different than on others,
FM never know when they will be tremsferred (from this company).
Men feel) more capable mow than when they first entered the company.
EM are expected to take leadership in the company.
EM tend to hik thelr feelings from the NCOs and officers,
Each EM is treated differently in this company, depending upoun his problem.
B are encouraged to lcarn mew ways to do things.,
Obeying rules in this company seems to be more important than getting the

vork dona. - )
NCOs and offfcerc help new nen to get oriented to the compauy.

The Day Reow is ofren mewsy,
EM are encouraged to talk thoir problems over with one another.
The of ficers and N093 dew't veally know their jobe,

B don't do anything arovnd Leve unlesse Ceooy ave crder
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108. EM here rarely become ailgry.

109. EM im this unit all have about the same bockground and interests.
110. NCOs tell ¥M when they do a good job.

3111. NCOs are constantly ehecking on the men and supervisc them very closely. .
112, It is not possible to be an individual here.

113. .EM here are ensouraged to express their opinions.

il4. ©NCoOs have little time to encourage EM. .

115, NCOs care wore about how EM are feeling than about their practica; problems.

CAREE LA L S NG

116, M are rarely kept waiting when they ask to see their NCOs and officers.
Ll’). It takes a long time for EM to get to know one another in this company.

T SR R

% i - 118, The NCOs and officers set the example for neatiess and orderliness.

% 3 119, 1It'e not safe for EM to didcuss the'r personal problems around here, %*é

%;} 120, This is the most interesting place I coull possibly jmagine, § %

;% | ’121—., EM here really try to improve and learn. %Z 5

%v 122. NCOs scmetimes argue among themselves. ¢ % %

fiu ¢ 1?3. Company rules andléolicies are constantly changing. g;g

é : 12&. A man’s background is not. considered in what others think of him$ %{%

% 25 :AMOs don t explain— enouglx about how and why something has to be done, g%}

o { -

27 - =n-£ arewcsteftsl of vhat they say when Bm:: and ofﬁcers are arcmnd gﬂi

%ﬁ: NCOB aid offjcers go out of their vay to help EM; l"‘?

129. M arse encouraged to get their personal lives in order before leaving the conpany. . F;»%

,niég' 'EH are always being reminded that they musl show respect to their superior ' ;§§

= "yofficers. ; . i ‘g

331, EM argund hete care ahout each other. . ‘ 5

,é%i; The. barracks us ually look a little messy. i ) - @%

%& f%#: NCOs encourage B to ‘talk about their work problems. - i %

%é 134, In this company,:none of the NCOs ever talk to any of the EM. % é

:f%i i35. Men have very little pride in this cuupany. . ' ? f

g?} 136, Fighting among EM almosi always result in punishment, ; :

% § -137. Everyoune here has pretty much the same opinion about how the company should be run. S
% ; 138. Mem are ridiculed in froat of others.

139. nRegulations in the cowmpeny are clearly understood by the EM.
140, NCOs and officers discourage criticism,

141. NCOs get chewed osut in frent of their men.

NCOs “eover® for eash other,

143, Hours of vork are very irreguiar,
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2‘+ 15 (D)

., v B (B).
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Tae company gives passss ¢
1 tend to hiue their ‘eelin;s frem ong anat 153,
The EX yar;urm details «

fien 2N disagree

In this company,
‘Ia this ceupany, it
It's o.k, to act a litile different around hers,

tund Lo hide thelr feelings {rom Lz L0Cs ard officers,

113 {A) EM here are encouraged to express thelr opinions,

{ EM are careful of what they say when NCCs and efficers are around,

thout telng prod

other, they keop it tc themsolves,
2¥ can talk €re“1y with th ir xCCs.
s hard tov tell How EX

with each

! arc feeling.

PP
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e et

- 1 (&) The officers spend mere t*me with some EX than with others.
The more effective B help.the. less ezfec»;ue ones.

- 26 (C}- The.qu4ccr> have "erﬂw;itt1°‘tire to euccurabe
‘The HL0s end ofZicers know what the 2 want, .
B Perely help exch other,
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¢+ 72 (D) Officars
- 56 (?)) Cfficer

+ 100

- 1% {B)
¢+ 128 (A)
+ . 142 (4)

and NCOs take a perscngl *"tcrest in th
5 cc ' show up vhen the

is treaae flevently in this com,an;
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HCCs *“ve Jittle tL
uCGs and ¢fficers g0 out of their s
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PRACTICALITY

2 (B) There is little time preparing I

16 (D) It is clear now the s"‘lls beiry

30 (28) Mest B ave rere concerned with

B (B) The E¥ heve are extectuu Lo carry

59 (C) It's tard t¢ see the reasen for

73 (Z) =i are io

87 (&) There is very litile emphasis cn

his ccmpany.

101 (C) 2 are sncouraged

115 (E) %005 car2 more atout hou EX are
. roblens, ‘

129 () =¥ ars encouraged to get t? eir
leaving the com

"AFFILIATION

¥

4 (C)

It's hard {0 gs
LY

ok
L4
off-luty activitias: .

18 (2) Thers 4P9 grougs o BY who hang

2 (%) Lne company has vary few Sccial

i (3] -

€1 {o) ERQe spond very, little time falking with T,

75 () EM ofven do ihings together duri

$ (&) There is vary litile sharing of
3 XCCs and

103
117

- ey
g

offivers help new wer
T

.u. tazes & leng time for T Lo
Y arcund here cars abhoul sach

P e e
L O
e e S’

& greup of 2 tog ether for card gamas or other -
[

NOT REPRODUCIBLE

for thelr next assignment,’
learned ill help EM to be good scldiers,
the past than with the futurs.
cub thelf work -well.
much of what 1s done in the company.

¢

ld how Lheir work or training will help them in the future,

what men will do when they leave

¥ tc learn.rnew ways to do things,.

feeling than about their practical

personal lives in order before

]

-

< N -

around isgether lo . ‘

QCu¢V1tLva.

Nearly everyose heore has some scolal selivily planned fer the weekérds,

ey’ '

rg off-duty haurs. d
things among the men,

to gel crianted to the compaay
get to krow one anciher in this compdty.

cther.
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ff . + 6: \C) The scrwdule of athVLtlBS is prc;tty much the samz fr vm d,.r Lo dzy S

o = 1% (E): Many of the 2 .are not as nest as they cvu..d e, - .

- + 23 (D) I activities are cerefully plannsd,
2 ¢ 7

3 - 48 1(C) The EM'z barracks are not as neat as th 0y should ‘be, -

t 4+ 62 (C) Thic is a very well orzanized company ., :
. - 76 {A) Often the company arsz isn't very neat, - 3
P + 90 (B) ECOs make sure thal the cempany arsa is always reat, . 2

é - 104 (A) Tie Day Room is often ressy, o i
g .+ 118 (A) The NCOs ard officers set the example for neatress ard orde erliness., ;

: - 132 (&) The barracks usually leck a 1ittis messy. . - -
by - 143 (D) tours of work are very ifregulars, ’
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3 . : IHSTIGHT '

: - 7 (&) E:’ don't much btalk aboul their pssi.- ) ;

. + 20 (B) B tell gach other zhout their perscial preblenms,

: = 35 () =i nardly over discuss their sexual lives, -

i + k9 (E) Personsl protlems are openly talied about, .

: - 63 (B) Eiare rer:ly asked personzl gquasticns by the NICs = officers.,

. . \ P 97 e . - L8 < . emas .
. + 77 {C} O}ji‘;ce;"s an"i KCCs. are interesiad in helping the EY learn mere -
agout-theaselves, - -
- 91 ABY EX rarell talk abou} their perscusl problenms with each ¢¥lher, S
+ 105 (&) T ave srevraged Lo talk Lhelr pretlers gver with ose anothars. I
.. - 119 gA) IV's not safe for B to discuss their psrscipl oo8d¥dew- areurd Sese, -
LY AT -y Rl 2 B - ) T
+ 133 (4) ICs encoursge EX Lo talk about their work p"uD.u:mE. T :
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9 (D) EM put a Lot ¢f enengy lnto whet they do arourd fAerss - - -
22 (B) A& lot of = just seem to be "puttirg in their time® without really ‘.

: working. - . - T o
. + 37 (D) = ave proud of this cemgany., - - - T
T “.51 (A) Men in this wnit scen bored most of the time..

Y
Y -

R - S ¥ . P 9! Y N - . Ta e o
65 (L) Discussicens in the tarracks or ccmpany area are pretty interesting. .
- 80- (C) Iobody ever wdlunieers arcurd Liére, ' i -

B) Eidon't do anything sround hers unless they ire ordered o, o
B) Ei here really try to fmprove and learrn, - -
Y ran W cayee 8 L1 sde dm Fid o SO :
Nen have very Iittle pride in this company.

.!
P : + 93 (S) BY are preity busy 211 of the time, - . ; S
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= 2% (&) Iifs bard to get pocple te argue arourd heve. e
e + 25 (3) B in this .goapany gripe & lot, T T - ST . S5
5 % 52 (E) IC0sverd officers argue on how Lo Fud Gmp o ' . Co
+ &7 (2) Tiofien eriticizs on Joke zhout their s of <ffiegls; - - -
= & 31 (BY M in thic unit ravely auvgue.. : S e
- + 9% (&) In tals company, 1COs and off3seps think it i5 a healthy thisg -
N - "~ to argua, oo - s T - :
= = 302 A2) I hery rarsly becoas angy. E - L ‘
+ 122 () ¥CCs scomiines argie arong themselves: - T
. o - 135 {C) Pightirg arong ¥ alnost aluzys rosult in runishment. ] .z T
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Appendix 3

‘BCT, -AIT and €ST Company Profiles
on MCEL

(Initially r:ésentéa‘és the Military Atmosphere Scale)
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Appendix 4

MCEI Items Significantly ( .05
Differentiating Between 16 Companies
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Appendix 5

MCEL Factor Scales
(Direction of Scoring Indicated
After Item Number)
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MES - Trial #3 Scoring Key

kv Am T 8 8 S ek . - b

. Involvement

3t. EM put a lot of energy into what they do around here.

Ht. A lot of interesting things go on in this company.

B ALy oneadtarae iy st Sl e R AR oA PR TN A T
'

22f. A lot of EM just seem to be 'putting in their time' without really Qorking.
28t. The EM pérform details withoit being prodded.

z 37t. EM are proud of this company.

g ’ 51f. Men in this unit seem bored most of the time.

% ) 53f. The work here is repetitious and boring.

: 65t. Discussions in the barracks or company area are pretty intecresting.

&

80f. Nobody ever volunteers around here.
95t. Activities on some days are quite different than on cthers.

107f. &M don‘t do anything around here unless they are ordered to.

121t. EM here really try to imprové and learn.
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MES - Trial #3 Scoring Key

Peer Cohesion

bLf,
7f.
14,
15t.
20t.
VAR
75t.
89f.
91f.
1n7f.
119f,
131¢c.

It's hard to get a group of EM together for card games or other of f-duty
EM don't much talk about their past.

EM tend to hide their feelings from one another.

The more effective EM help the less effective ones.

EM tell each other about their persona! problems.

fn this company, it's hard to tell how EM are feeling.

EM often do things together during off-duty hours.

There is very little sharing of things among the men.

EM rarely talk about their personal problems with each other.

It takes a long time for EM to get to know one another in this company.
It's not safe for EM to discuss their personal problems around here.

EM around here cere about each other.

activities.
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MES -~ Trial #3 Scoring Key

-y o N

0fficer Support

-29f.
33¢.
hit,

‘Lt

.87t
61f.
67f.

w100

»§10t,

-116t.
lgSt.

133t.

~

The officers have very little time to encourage EM.

The NCOs and officers try new ways of running this company.
The NCOs ané of ficers act on EM's suggestions.

The NCOs and officers know what the EM want.

{n this company, EM can talk freely with their NCOs.

NCOs spend very little time talking with EM.

EM often criticize or joke about their NCOs or officers.
~Each EM is treated differently in this company,

NCOs tell EM when they do a good job.

EM are rarely kept waiting when they ask to see their NCOs and officers.

NCOs and officers go out of their way to help ENM.

NCOs encourage EM to talk about their work problems.

»d

depending upon his prob&em.
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MES - Trial #3 Scorina Key

Personal Status

27F. The EM have almost no say in the running of their barracks.
~33f=- You are treated like- a child here. )
42t. A person's differences are respected in this company.
55t. Being in this company helps a man to live up to his patential.
56f. Very few EM have any responsibility in the company.
- 78f. . Being- in this ccmpany-makes- you lose your self-respect.
97t. Men feel more capable now than when they first entered the company.
98t. EM are expected to take leadership in the company.
101t. EM are encouraged to learn new ways to do things.
“P12FT it is not pessible to bz an-individual.-here.
126t, EM are encouraged t6 think and act for themselves.

14bt, EM individual talents are recognized. -

— e —
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% MES - Trial #3 Scoring Key

Order : . °

é 17t. This company is very strict about EM following the daily cchedule.

§ 3kt, EM activities are carefully planrcd,

% LOf. Things are sometimes very disorganized arouAd here.

% L8f. The EM's barracks are not as neat as they should be.

é 62t. This is a very well organized company.

i 68f. There is frequent turno&er of NCOs and officers in this unit.

% 7Ct, The company is strict about EM leaving the company area without saying
jo where they're going.

i 86f. Officers sometimes don't show up when they're supposed to.

% ' 93t. EM are pretty busy all of the time.

? g 104f, The Day Room is often messy.

% z 118t. The NCOs and officers set the example for neatness and orderliness.

';_ 143f. Hours of work are very irregular.

1
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MES - Trial #3 Scoring Key

Clarity

12f, EM never know when an officer will ask ro see them.

16t. It is clear how the skills being learned will help €M to be good soldiers.
2§t. EM know when the commander will be inspecting the company.

L6f, Sometimes EM are uncertain as to who is really ruaning the company.

52f, NCOs and officers argue on .ow to run the company.

Sht., If an EM breaks a rule, he clearly knows what will happen to him,

69f. People are always changing their minds here.

73t. EM are told how their work or training will help them in the future.

96f. EM never know when they will be transferred (from this company).

122f. NCOs sometimes argue among themselves.

lng. Company rules and policies are constantly changing. ' %

139t. Regulations in the company are clearly understood by the EM.

et e £ W
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MES « Trail #3 Scoring Key

Officer Control .

3f. The NCOs are nbt harsh when they ofve orgosr,

‘5f. 7The company gives passes easily.

31f. The company commander very seldom gives article 15's.

74t. EM who break minor company regulations are punished for it,
99t. -EM tend to hide their Feelings from the NCOs and officers.

102t. Obeying rules in this company seems to be more important than -getting the
‘work done.

" 111t. NCOs are constantly checking on the men and supervise them very closely.
136t. Fighting among EM almost alviays result in punishment. ‘ A
: "~ 138t. Men are ridiculed in front of others,
140t. NCOs and officers d}scourage criticism,
) lﬁft. NCOs get chewed out in front of their.men.

146t. -Officers and NCOs expect too much of the men.
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Appendix 7

Rank Order Correlation of Company Percentage
of "True" Response with Performance Criteria
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